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The major objective of the study was to determine 
whether there is a significant difference between high- 
achieving and average-achieving schools' in their perception 
of leadership behavior of principals and teacher morale. 
The data were collected by a questionnaire, a revised 
version of the Diagnostic Inventory for School Climate 
(DISC) , and results were also taken from the Profile for 
Assessment of Leadership (PAL). 
The research population consisted of 50 secondary 
school teachers, 25 teachers from each school. The study 
was conducted through the use of mailed questionnaires which 
were sent to all 50 teachers, with a cover letter explaining 
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the purpose tor the questionnaire. Thirty—five teachers 
responded to the questionnaire. 
The statistical test used to analyze the data was the 
t-test. Computations were made using the Statistical 
Package -for the Social Studies. The .05 level of 
significance was adopted for the study. Data analysis 
indicated that there were no statistically significant 
differences found between high-achieving and average- 
achieving schools in their perception of leadership behavior 
and teacher morale when using the DISC. However, when using 
the PAL instrument there was a statistically significant 
difference found between high-achieving and average- 
achieving schools in their perception of leadership behavior 
of principals and teacher morale. 
It is recommended that future research in the area of 
teacher morale and the perceived leadership behavior of the 
principal be conducted using a different instrument and a 
larger or different geographical sample. 
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The quest for a clear understanding o-f what makes 
certain principals more effective than others has spanned 
several decades. Many researchers have already traced the 
evolution of this inquiry (Greenfield, 1983; Persell, 1981). 
Therefore, the objectives of this study are to determine 
whether there is a significant difference between high- 
achieving and average-achieving schools in their perception 
of leadership behavior of principals and teacher morale. 
In the past few years we have seen a tremendous 
resurgence of public concern about the effectiveness of 
schools and a renewed appreciation of the importance of the 
principal's leadership behavior and the school climate. A 
report published by the U. S. Senate on Equal Education 
Opportunity in 1970 clearly declared the importance of the 
role of the principal. The report states that the principal 
is the most important and influential individual in any 
school. 
He or she is the person responsible for all the 
activities that occur in and around the school 
building. It is the principal's leadership that 
sets the tone of the school, the climate for 
learning, the level of professionalism and morale of 
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teachers, and the degree of concern for what 
students may or may not become. The principal is 
the main link between the school and the community 
and the way he or she performs in that capacity 
largely determines the attitudes of students and 
parents about the school. If a school is a vibrant, 
innovative, chi 1d-centered place, if it has a 
reputation for excellence in teaching, if students 
are performing to the best of their ability, one can 
almost always point to the principal's leadership as 
the key to success (U.S. Congress, 1970, p.305) 
Today's effective schools literature clearly supports 
the 1970 endorsement of the U. S . Senate Equal Education 
Opportunity Report. The 1980's have been a decade in which 
the spotlight of public attention has been brightly focused 
on effective education reforms. While it is still unclear 
whether the current interest in the educational reforms will 
be translated into meaningful, long-term changes in the 
educational process, or simply stop with short-term "quick 
fixes", there can be no doubt that a number of the recent 
major educational reports bear directly on the principal 
effectiveness, teacher morale and on student achievement. 
Perhaps the most widely published report was by the 
National Commission On Excellence In Education (1983) A 
Nation At Risk, released by the Reagan administration, which 
created more media attention and outcry than any other in 
memory. Since the Commission's report, state legislatures 
have been considering and enacting reforms. In the state of 
Georgia, the Quality Basic Education Act, which was backed 
by the governor, received an unprecedented unanimous vote by 
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the Georgia General Assembly in 1985. This re-form act is 
Georgia's comprehensive approach to improving education in 
the state. 
QBE was designed to: 
1. Make local school funding more equitable 
throughout Georgia. 
2. Increase state funding for education. 
3. Establish a career ladder for teachers. 
4. Increase teacher competencies by requiring 
teachers to pass a subject matter test prior to 
the renewal of their certifications. 
5. Build a system of accountability, allowing 
Georgia citizens to constantly monitor their 
school's progress toward the goals of public 
education (Department of Education, State of GA). 
In spite of the intent of QBE noted above, today's news 
reporters are now questioning Georgia's governor's 
commitment to QBE. Less than two years since its adoption, 
instructional programs are being reviewed for cutbacks to 
avoid tax increases. Many educators throughout the state of 
Georgia are calling the educational reform a major 
disappointment. Rockdale County Superintendent, John 
Phillips feels that cutbacks in QBE are equivalent to being 
jilted at the altar. He states, "That's not going to bring 
about improvement in education". Fulton County educators' 
(LIFE) report QBE as a major contributor to low teacher 
morale problems. 
The QBE report card indicated some good and bad marks. 
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The good marks are for improved student/teacher ratio, 
supplementary books and films, and five-year kindergarten 
programs. The bad marks are for the loss of enthusiasm for 
QBE, teacher complaints, teacher performance on competency 
tests and low pay for senior teachers. There is also little 
emphasis on vocational education and too much attention 
placed on standardized tests for students. 
According to U. S. Education Secretary William Bell, 
"the Nation is still at risk" although he "states we have 
begun the long climb back to reasonable standards." With the 
introduction of widespread educational reform, the public 
school atmosphere has rapidly changed. The public is 
insisting on improvement in student achievement, as measured 
by competency tests. Current concerns with improving 
students' academic progress within American schools 
demonstrates the need to understand those multiple 
influences that can affect academic learning, such as, 
teacher morale and leadership behavior. 
Effective administrative leadership is the key to 
establishing and maintaining a climate conductive to 
academic learning and achievement (Troisi, 1983). One of 
the most important elements in effective schools is the 
leadership behavior of the principal, the ability of the 
principal to assume the responsibility for student 
achievement and communicate effectively with the teachers. 
This responsibility to teachers is highly essential. 
4 
As a result of the current criticism of public 
education, many teachers and administrators feel intimidated 
and believe their efforts have been minimally recognized or 
rewarded. The lack of recognition and or rewards creates 
low teacher morale problems throughout the educational 
system. Researchers report that it is becoming harder for 
teachers to sit on the sidelines and see others making more 
money but doing less work and making fewer contributions to 
society. Teacher burnout has become a dominant force 
decimating the ranks of teachers, as well as administrators. 
Grossnickle (1980) stated that burnout has occurred as 
a result of "public criticism of schools and teacher 
performance," "unrealistic teacher evaluation practices," 
"low pay by comparison to factory workers or unskilled 
workers," and "increased talk about teacher incompetency and 
plans to remedy this through staff development, inservice 
and suggested early retirement programs." The effects of 
teacher burnout and teacher turnover are being felt in 
public schools all across America. Under conditions like 
these, one must ask the question, what is the difference 
between high-achieving and average-achieving schools in 
their perception of leadership behavior of the principals 
and teacher morale'? 
According to many researchers (Goodlad, 1984; Brandt, 
1987), teacher morale has been recognized as an important 
factor in bringing about change and attaining educational 
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goals; "the importance and interrelatedness o-f staff morale, 
school climate, and educational productivity to pupil 
learning and effective staff performance cannot be denied" 
(Miller, 1981, p.486). Furthermore, how teachers feel about 
themselves and the instructional environment will have an 
impact on the success or failure of any educational program 
and "there is evidence that the social climate of the school 
and the morale of the staff can have a positive effect on 
pupils' attitudes and learning" (Miller, 1981, p.483). 
Buonamici (1983) stated that "positive staff morale 
leads to improved work attitudes, stronger loyalties, lower 
absenteeism, fewer complaints, greater efforts, less wasted 
time, more meaningful activities and a cooperative 
environment." Therefore, teacher morale and leadership 
behavior must be included in the new wave of the educational 
reform movement as essential elements in bringing about 
educational changes, effective schools, good community 
relations and high academic achievement on competency tests. 
Statement of the Problem 
The objective of this study is to determine whether 
there is a significant difference between high-achieving and 
average-achieving schools in their perception of leadership 
behavior of principals and teacher morale. 
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Research Questions 
Specifically, the study will examine the following 
questions! 
1. What are the teachers' perceptions of morale in 
their high school? 
2. What are the teachers' perceptions of the 
leadership behaviors of their principal? 
3. Is there a significant difference between the two 
schools' perceptions of leadership behaviors and 
teacher morale? 
Significance of the Study 
The significance of the study is that it will 
contribute to a better understanding of teachers' work needs 
by determining the vitality of a school through evaluation 
of the quality of teacher morale; the degree to which 
teachers perceive their school is operationally oriented to 
the teachers* psychological and social work needs. 
The main purpose of the study is to assist in the 
creation of schools that are teacher supportive and work 
satisfying so the schools may become effective teaching and 
learning organizations. However, evidence is emerging that 
effective behavior in one school situation may not be 
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effective in others. We must resist the tendency to look 
for simplistic principles; yet, measures are needed to 
expand the data base on leadership behavior of principals 
and teacher morale to indicate areas needing further 
research. 
There are hundreds of articles on the principal as an 
instructional leader, but there are very few articles 
specifying the behaviors that are essential to increase high 
teacher morale. The lack of empirical data about 
principals' interpersonal skills probably hindered 
investigations in this area. The need to study these 
constructs (teacher morale and leadership behavior) has 
heightened with the public concern for excellence in 




There is no significant difference between 
high-achieving and average-achieving schools in their 
perception of leadership behavior of the principals. 
Hypothesis 2 
There is no significant difference between 
high-achieving and average-achieving schools in their 
perception of teacher morale. 
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Limitations o-f Study 
The following limitations were evident as 
researcher attempted this study. 
1. There was a lack of standardized test questions 
to help support the degree of leadership behavior 
and teacher morale. 
2. Study does not lend itself to true experimental 
research. 
3. Because the definitions of "leadership behavior 
and teacher morale" lack standardization in their 
meaning, the utility of studies in this area is 
somewhat restricted. 
4. The study dealt with only two high schools and 
two principals' leadership assessment. 
5. The results from the PAL instrument were gathered 
from a larger population and dealt with more 
variables than leadership behaviors and teacher 
morale. 
Definition of Terms 
Dependent Variables 
Morale 
Morale is defined in terms of the items listed on 
the Teacher and Leadership Behavior Questionnaire. 
See Appendix B. Items (3, 4, 6, 7, 8, 9, 10, 11, 12, 
13, 14, 15, 16, 17, 18, 19, 20, 21, 23, 24, and 25), 
Independent Variables 
Leadership Behavior 
Leadership is defined in terms of the items listed 
the 
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on the Teacher and Leadership Behavior 
Questionnaire. See Appendix B. Items (1, 2, 6, 22, 
23, 27, 28, 29, 30, 31, 32, 33, 34, 35, 36, 37, 38, 
39, 40) 
High-Achieving School 
High-Achieving is defined in terms of the following 
range of standardized test scores: ninety to 
ninety-five percentile on the Georgia Basic Skills 
Tests. California Achievement Test and the Iowa Test 
of Basic Skills. 
Average-Achieving School 
Average-Achieving is defined in terms of the 
following range of standardized test scores: eighty 
to eighty-nine percentile on the Georgia Basic 
Skills Tests. California Achievement Test and the 
Iowa Test of Basic Skills. 




Review of Related Literature 
A review of the educational and effective school 
literature reveals a startling lack of empirical research 
concerning the leadership behaviors of the school principals 
and teacher morale and academic achievement. Therefore, the 
time is certainly propitious for extending research in this 
area. The review of the literature is divided into two 
sections: a review of relevant empirical studies and a 
review of the theoretical concepts. 
Review of the Empirical Studies 
Teacher morale has become a major concern today among 
education professionals because of the high incidence of 
teacher burn-out and feelings of alienation within the 
profession (Driscoll and Shirley 1985). According to 
Henderson (1986), the movement toward the importance of 
teacher morale and job satisfaction in American education 
grew out of the personal distress and the organizational 
disharmony in contemporary education. Henderson believes 
that the major issues responsible for much of the unrest in 
education are: 
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(a) the deteriorating quality of teacher interaction 
and relationships, 
(b) the conflict between teachers and administrators, 
particularly the imposition of overly stringent 
authority systems, 
(c) and the generally ineffective operational systems 
of many schools. 
Although the issue of low teacher morale and job 
dissatisfaction is not new, the severity and scope of the 
problem appear unprecedented. Many researchers and 
theorists believe that the solution to the problem is linked 
to a better understanding of man's Need System. Goodlad 
(19S4) found that the ability of teachers to agree on the 
priority of goals is an indicator of the cohesiveness of a 
school. School cohesiveness, as assessed by teacher goal 
consensus, can influence teacher morale by affecting 
teacher's feelings that they are contributing to the 
achievement of commonly shared goals and purposes. 
The lack of feelings of personal accomplishments among 
teachers has been viewed as an important contributor to 
"teacher burnout and low teacher morale" (Schwab & Iwanicki 
1982). Therefore, teachers must see that their efforts make 
a difference to students' lives, that they are needed, and 
that their own lives will be enriched in the process. The 
way one feels and reacts to one's work environment can 
influence one's contributions and also alter the 
self-perceptions and self-esteem. The above opinions are 
related to Maslow's motivational theory—the need to belong 
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and be recognized. 
Boocock (1983) stated that a teacher morale is most 
directly affected by the behavior of the principal; thus, 
teacher morale, in turn, affects teacher performance, which 
then affects student achievement. 
However, this belief is not shared by all researchers. 
Matula (1986) revealed in his study of leadership style and 
student achievement that the leadership behavior of the 
principal is not significant related to student achievement. 
However, using Blake and Mouton's Grid to measure the style 
of the principal, Hatula found that when the teachers and 
the principal have the same perceptions of the principal's 
leadership style, the congruence between the perceptions has 
a significant statistical correlation with student 
performance. 
In a similar study Hazur (1986) revealed that principal 
leadership style is not a predictor of teacher burnout. He 
found that organizational and personality factors were major 
predictors of burnout. 
Lezotte & Others (1980) state that school administra¬ 
tors should focus their efforts on improving school climate 
by improving teacher morale. The reason for this assumption 
is that high teacher morale will lead to improved student 
morale and academic achievement and ultimately, improved 
perceptions of the school within the community. Brodinsky 
(1984) states that it is possible to improve the perception 
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of a school by building high morale. He states "that 
teacher morale can be bolstered by the recognition given by 
administrators"; he also feels that everyone likes to be 
told about his success (Esteem needs). 
Teddlie et al. (1984) found that students' perceptions 
that teachers care about them and the administrators' 
attitudes that the school is successful contributed 
significantly to student achievement levels. Therefore, 
according to Porter & Lemon (1988), principals have a unique 
opportunity to shape the climate of schools, and to change 
the behaviors, attitudes, goals, needs, and even the values 
of subordinates and students. They state that how teachers 
perceive the strategies their principal uses to influence 
them toward those ends will determine their behavior in the 
organization. 
Coleman, Hoffer, and Kilgore (1981) found that private 
schools tended to have higher teacher morale than public 
schools. However, other studies indicate that teacher 
morale is influenced more by the dynamic interaction 
processes that go on inside the school than whether the 
school is public or private. This suggests that variables 
that are the best predictors of teachers morale are also 
most likely the ones open to educational intervention. 
According to Hammond-Matthews & Mills (1987), we should keep 
in mind that good morale is not a matter of making teachers 
and students happy but of building an atmosphere that 
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promotes professional growth and academic success. 
In a similar study, Beattie (1987) found that the type 
of leadership exerted within individual school units was the 
factor most significantly related to the level of teacher 
morale. This idea is also expressed by Kim (1986) in a 
major study whose main objective was to determine if there 
was a significant statistical correlation between the 
leadership style of school principals and the degree of 
teachers' reported stress, teachers' job satisfaction, and 
self reported job performance of the teachers in Korea. 
He found that there is a significant positive 
correlation between self reported job performance of 
teachers and the principal's leadership behavior. 
Consequently, how a principal uses his/her power can 
determine the quality of the teaching and learning climates 
that exist in the school, Porter 8c Lemon (1988). Therefore, 
principals should use their power strategies with great 
caution if they hope to create open climates in their 
schools. 
Research on school climate revealed by Porter 8c Lemon 
(1988) indicates that teachers in closed climates report 
that their principals set deadlines and reprimand teachers 
more often than principals in open climates. They also 
report that many of our nation's schools have climates in 
which teachers are failing to find satisfaction in their 
work or their professional relationships. The study 
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revealed that 34% of the schools had closed climates and 24% 
had open climates. It concluded that there is a genuine 
need for principals to examine and change their leadership 
behavior if schools are to become better places for teachers 
to teach and students to learn. 
Al-Duaij (1986) found that high supportive-high 
administrative styles of supervision will provide greater 
motivation for teachers than low-supportive-high 
administrative style. Block (1986) revealed in his study 
that teachers' and principals' perceptions agree regarding 
need—importance and who controls the situations which can 
lead to the differences between teachers need-importance and 
need-satisfaction. Teachers' and principals' perceptions 
were significantly different for teachers' current 
need-satisfaction levels except for work itself and 
teachers' commitment to their present position. Thus, it is 
recommended that the job of the principal and the teacher be 
re-conceptualized, in terms of the Need System. 
A study completed by Ohanaja (1985) supports this 
assumption. The purpose of the study was to investigate the 
relationship between the morale of university faculty and 
the perceived leadership behavior of the department head. 
The study revealed that higher university faculty morale was 
associated with faculty perception of higher consideration 
and more positive leadership behavior of the department 
head. The study implies that an effective principal should 
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be knowledgeable about theories o-f motivation, adult 
development, career stages, and management. 
Researchers on successful schools report that 
principals must also treat teachers as professionals, and 
that they should be knowledgeable of motivational needs, and 
how their treatment of teachers affects student perceptions' 
of the school and pupil achievement. Brandt (19B7) found in 
his study " On Leadership and Student Achievement" that 
gains and losses in students’ test scores are directly 
related to teachers' perceptions of their principal's 
leadership. 
This suggests that teachers perception of the 
principal's leadership behavior is a powerful influence on 
student academic achievement, and one that must be addressed 
if we are to develop effective schools. It also suggests 
that Job satisfaction could then be enhanced by assigning 
duties to teachers according to their need satisfaction and 
need importance, as well as the needs of the institution. 
Bloand & Selby (1980) reported that among the most 
frequently teacher - cited sources of stress and reasons for 
leaving the profession are those related to the principal. 
However, in a National Education Association (NEA) poll, 
one-third of the teachers surveyed said that if they were 
beginning their careers all over again, they would not 
become teachers. They listed wasted possibilities, unused 
talents and not being utilized optimally as their reasons. 
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The specific problems of inadequate salary, low status of 
the teaching profession and too much paperwork has 
frequently been identified as sources of distress and low 
morale, Turk et at., (1982). 
According to John Dewey (1987), as expressed early in 
this century in his orchestral work, Democracy and 
Education. he recognized that the climate of the school both 
determines and is determined by the ways in which the 
motivational needs of the students and teachers are met. He 
believed that teachers must see their work as developmental 
"expanding and enriching life." 
The quest for a clearer understanding of school climate 
has also been addressed in Britain. This study on why some 
schools succeed in promoting the academic and social success 
of their pupils found that what matters most was the general 
tone of the school, which seemed to have a greater effect on 
pupil performance than such factors as how strictly the 
students were disciplined. 
A similar report by the British Psychological Society 
(1986) suggested that materials, circumstances and class 
positions seem less important than what may be referred to 
as family climate. This included the parents, the teachers, 
and the support and encouragement received from the school. 
While this study has viewed many instructional 
leadership behaviors of the principal and causes listed as 
stress indicators, it is still not known which behaviors 
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impact more directly on student achievement. A study 
completed by Larsen (1983) tends to shed a little light on 
this area. Larsen -found that teachers o-f HAS 
(high-achieving schools ) rated their principals as 
demonstrating effective instructional behaviors 
significantly more often than did teachers of LAS 
(low-achieving schools). He concluded, therefore, that 
consistent effective instructional leadership behavior is an 
important influence on student achievement. 
The National Association of Elementary School 
Principals (1984) stresses that "the principal is the one 
individual who is directly involved in every aspect of the 
school's operation, and, therefore, is the primary figure in 
determining the school's quality and character." It is 
important that principals be aware that today's teachers are 
older, more experienced, and less transient than those of 
the SOs. Therefore, the leadership behavior appropriate in 
the schools during the 50s and 60s may not be appropriate in 
the 1980s. Although according to Bell (1980) morale does 
increase as the age and the length of service of the 
teacher increases; this perhaps suggests a decrease in the 
critical perceptions of the principal's behavior, but it 
does not increase student achievement. 
The importance of these studies suggested that much 
could be gained in terms of academic achievement and 
reduction of teacher stress by finding ways to improve 
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teacher—administrator relationships and by making principals 
more aware of their teachers' needs and concerns. Research 
on job satisfaction indicates that a job has both depth and 
scope and is most likely to be satisfying if it requires 
learning new material, allows a lot of planning, allows 
freedom to work, allows decision-making, and requires a 
great deal of skill. 
It is of great importance that the educational reform 
movement address these issues if changes in academic 
achievement and productivity are to become a reality. The 
educational system can no longer ignore the need importance 
and need satisfaction of its teachers and administrators. 
Review of Theoretical Concepts 
The theoretical framework for investigating the premise 
that the perceived leadership behaviors of the principal 
relate to teacher morale is discussed in the following 
theories. 
Leadership Theories 
Theory X and Theory Y: Douglas McGregor 
The assumptions behind these theories have implications 
for the administrator who wants to improve the school 
climate, teacher morale and increase student achievement. 
The main responsibility of the principal (or the 
administration) is to arrange organizational conditions and 
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methods o-f operation within the school so that teachers and 
students can achieve their own goals best by directing their 
own efforts toward organizational objectives. 
The Managerial Grid: Blake and Mouton 
Blake and Mouton (1980) believe that the team builder 
leadership style is the most effective to maintain goal 
achievement and group cooperation. The assumption is that 
if teachers and students are involved in the goal setting 
and decision-making process, they will be then more 
supportive and committed to the organizational goals. 
Motivational Theories 
Maslow Hierarchy of Needs: Abraham Maslow 
Maslow developed an integrated system of needs arranged 
in a hierarchical order based on the relative importance of 
the satisfaction of the needs. According to Maslow, one can 
not move to higher levels until the needs preceding them 
have been satisfied. 
The basic assumption for this theory is that 
administrators need to be aware of the teachers' need 
systems, as well as the level of operation for most 
teachers. According to Maslow, most teachers operate at the 
4th and 5th level (recognition & achievement). Therefore, 
when teachers feel that they are not a part of the 
decision-making team, that they do not get support or praise 
from their principal, and that they see no opportunities for 
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growth, the morale in the school will be low, followed by 
low productivity and poor student achievement. 
Herzberg's Motivator—Hygiene Theory 
Frederick Herzberg (1980) suggests that while the 
"hygiene" factors (such as company policies and 
administration, supervision, working conditions, 
interpersonal relations, salary status, and security) are 
important, it is the growth or "motivation" factors (such as 
achievement, recognition, interesting work, increased 
responsibility, promotion) that lead to improved job 
satisfaction and performance. The assumption is that the 
best way to motivate teachers is with challenging work in 
which responsibility can be assumed. 
Summary 
The review of the literature seems to indicate that the 
state of research on teacher morale and leadership behavior 
is still in the infancy stage. There are numerous reports 
on leadership behaviors, but very few that relate directly 
to teacher morale and principal leadership behavior. It 
appears that most of the studies completed on morale relate 
to job satisfaction and productivity. The studies on 
leadership behavior relate to methods and objectives rather 
than interpersonal skills. Therefore, there is a need for 
more research in the areas of teacher morale and principal 
leadership behavior as it relates to the school climate and 
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student achievement. 
The study also suggests that the second wave of the 
education movement must address the interpersonal skills of 
the principals and their abilities to communicate 
effectively the goals of the organization. The principal 
must also be able to address the need satisfactions of the 
teachers and the students, as well as the needs of the 
school system. 
It is very important that principals be cognizant of 
the different leadership behaviors and motivational theories 
in order to understand or be aware of the needs of their 
teachers if they wish to have effective schools and high 
achieving students. The second wave of the education reform 
movement must be to address the needs of its teachers as 
well as the teaching methods and educational objectives of 
the educational organizations. 
Although the research on the difference between the 
high-achieving and average-achieving schools in the 
perception of leadership behavior of principals and teacher 
morale was limited and the findings were inconsistent, the 
findings can be used as valuable tools to the educational 




Design and Procedures 
The major objective of this study was to determine 
whether there is a significant difference between high- 
achieving and average-achieving schools in the perception of 
leadership behavior of the principals and teacher morale. 
This chapter gives a description of the setting, 
instrumentation, and the research procedures used in the 
study. 
Setting 
The research population consisted of fifty randomly 
selected secondary school teachers and two secondary 
principals. One of the senior high schools (grades 10 thru 
12) used in this study was a high-achieving public school 
and the other was an average-achieving public school. Both 
schools are located in a relatively high socio-economic area 
in the State of Georgia. 
The high-achieving school has an established record for 
excellence in academic achievement and athletic 
accomplishments. ( It is known for winning awards in 
English, foreign languages, math, science, and music.) 
Special Education courses are also offered. The 
high-achieving school has a school population of over 1500 
students with a racial composition of 60% White, 33% Black 
24 
and 7% Other 
The instructional staff consists of 95 teachers, four 
full time counselors, two librarians, three assistant 
principals, and one principal. The educational 
certification of the teachers ranges from the Bachelor's 
degree to the Ph.D., with over 80% of the teachers holding 
master's degrees. The school has a high teacher turnover 
record and is housed in a relatively newly constructed brick 
building with a cathedral ceiling and no windows. 
The average-achieving high school has an established 
record for excellence in the Performing Arts. It has won 
awards in speech production and modern dancing. Its 
students are also known for their superior performance in 
the area of English, math and foreign languages. Special 
Education courses are also offered. The average-achieving 
high school has a population of over 1200 students, with a 
racial composition of 60% White, 35% Black and 5% Other. 
The instructional staff consists of 80 teachers, two 
full time counselors and one half-time counselor, two 
librarians, three assistant principals, and one principal. 
The educational certification of the teachers ranges from 
the Bachelor's degree to the Ph.D. with over 95% of the 
teachers holding the master's degree. The school has a low 
teacher turnover record. The classes are housed in a well 




The two instruments utilized in this study were: The 
Diagnostic Inventory tor School Climate (DISC) and the 
Profile For Assessment of Leadership (PAL). 
Diagnostic Inventory for School Climate 
( Teacher morale and Leadership Questionnaire) 
A modified version of the DISC was used to assess the 
following variables: school climate and leadership behavior. 
The revised version of the DISC was structured with 40 items 
in a four response choice Likert Scale. The response 
choices are: never, seldom, usually and always. Definitions 
for the variables used in the study can be found in Chapter 
One. 
The instrument was arranged on a four point scale from 
the lowest possible scores of one to four (1 234). Scores 
of one through two were considered low rating scores and 
scores of three and four were considered high ratings. The 
reliability of the DISC has been established in terms of a 
range of .59 and .87 with the preponderance of the variables 
at about .79. A content validity study was conducted by the 
researcher on the selection of items to be used in the 
revised version of the DISC. Content validity was 
accomplished by field testing the items. 
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Pro-file -for Assessment o-f Leadership 
The PAL was used to assess the leadership behavior of 
the two high school principals on the following nine 
competencies: 
1. The educational leader demonstrates skills in 
relating to others. 
2. The educational leader demonstrates effective 
communication skills. 
3. The educational leader demonstrates skill in 
making decisions. 
4. The educational leader demonstrates planning and 
organizational skills. 
5. The educational leader demonstrates skills in 
supervision and evaluation. 
6. The educational leader improves professionally 
and provides the staff with opportunities for 
professional improvement. 
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7. The educational leader demonstrates skill in 
protecting the time on task -for the teacher and 
the student. 
8. The educational leader has high expectations of 
staff members, students 
9. School climate. 
A review of the literature relative to the validity and 
reliability of the PAL indicated that a content validity 
study was conducted by Tucker (1983), using 180 "generic" 
leadership behaviors. These 180 items were sent to 500 
college professors, secondary and elementary school 
teachers, and administrators and superintendents in Georgia. 
The data were analyzed, and these leadership behaviors were 
reduced from the original 180 to 82 behaviors. These 
behaviors were then organized into competencies, indicators, 
and descriptors. The criterion-related validity had been 
investigated by correlating the PAL field test scores to a 
variety of criterion variables, such as student achievement 
on standardized tests. 
Research Procedures 
The Descriptive research design was used primarily 
because it is concerned with finding out "what is." The 
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proportional random sampling technique was used to collect 
the data and insure adequate représentâtion of the two 
schools chosen for the study. The revised DISC version, 
referred to as the Teacher Morale and Leadership Behavior 
Questionnaire, was mailed to 50 teachers; 25 questionnaires 
were sent to each school. 
Participation in the study was of a voluntary nature 
and the questionnaire was completed and returned at the 
teacher's convenience within a two week time period. A 
cover letter was attached to the questionnaire explaining 
the purpose of the study and to give assurance of 
confidentiality to all respondents. The demographic data 
was listed as optional. 10'/. of the teachers responded to 
the questionnaire <n = 35). Seventeen teachers responded 
from the high-achieving school (68%), and eighteen teachers 
responded from the average achieving school (75%). 
The PAL test results were obtained directly from each 




Analysis of Data 
In this chapter the results of the study have been 
presented as they pertain to the hypotheses and the related 
research questions. The main objective of the study was to 
determine whether there was a significant difference between 
high-achieving and average-achieving schools in their 
perception of leadership behavior of the principals and 
teacher morale. The chapter also describes the statistical 
analysis utilized to test the hypotheses and gives 
demographic information obtained from the respondents who 
completed the questionnaire. 
Demographic Data 
The 35 secondary teachers utilized in this study were 
given an opportunity to respond to the following 
demographic information which was listed as optional. 
1. Number of years teaching. 
2. Number of years in this school. 
3. Type of degree earned. 
4. Sex. 
5. Age range. 
6. Race. 
7. Number of years working with this principal. 
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8. Number of days absent this year. 
9. Marital status. 
A brief summary of the optional demographic data 
indicated that the majority of the respondents: 
1. Had an average of 8 to 10 years of teaching 
experience. 
2. Had worked in the school an average of 5 to 6 
years. 
3. Held master's degrees. 
4. Were female. 
5. Were between 25-55 years old. 
6. Were- Black. 
7. Had longevity as a teacher with the current 
principal. 
8. Had low absentee record. 
9. Were married. 
Statistical Analysis 
The t-test analysis was used to test the hypotheses for 
this study. The data was computed by the use of a 
statistical computer package. The computations involved in 
the t-test analysis were the formulation of the mean, the 
standard deviation, the t-test, the degree of freedom and 
the probability. The .05 level of significance has been 
adopted for statistical decisions in this investigation; the 
level is commonly chosen by researchers in the behavioral 
sciences. Fred N. Kerlinger, (1965): Allen L. Edwards, 
(1957) ; Quinn McNemar, (1962). 
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Hypothesized Findings 
The mean scores accrued tor the high-achieving and 
average-achieving secondary schools that participated in the 
investigation to determine whether there is a significant 
difference between high-achieving and average-achieving 
schools in their perception of leadership behavior of the 
principals and teacher morale indicates that the mean 
differences were not statistically significant. The table 
below reveals the analytical data for the high-achieving and 
average-achieving secondary schools utilizing the variables 
principal leadership behavior and teacher morale. 
TABLE 1 
LEADERSHIP BEHAVIOR AND TEACHER MORALE 
T-TEST FOR INDEPENDENT SAMPLE 
VARIANCES EQUAL 




PROBABILITY = .125 (ONE-TAIL) 
PROBABILITY * .25 (TWO-TAIL) 
17 18 
3.086 3.244 -1.167 33 
.451 .346 
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The teachers' perceptions of the leadership behaviors 
in their respective schools is revealed in the following 
Table. No significant statistical differences were found. 
TABLE 2 
LEADERSHIP BEHAVIOR 
T-TEST FOR INDEPENDENT SAMPLE 
VARIANCES EQUAL 
HIGH-ACHIEVING AVERAGE-ACHIEVING T DF 
N 17 18 





cn .506 .339 
PROBABILITY = .269 (ONE-TAIL) 
PROBABILITY = .538 (TWO-TAIL) 
The teachers' perceptions of the morale in their 
respective schools is revealed in the following Table. No 
significant statistical differences were found. 
TABLE 3 
TEACHER MORALE 
T-TEST FOR INDEPENDENT SAMPLE 
VARIANCES EQUAL 
HIGH-ACHIEVING AVERAGE-ACHIEVING T DF 
N 17 18 
MEAN 3.083 3.278 -1.455 33 
S.D. .422 .370 
PROBABILITY = .076 (ONE-TAIL) 
PROBABILITY = .152 (TWO-TAIL) 
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The -fallowing PAL results were obtained from the high- 
achieving leadership evaluation competency chart: 
TABLE 4 
Leadership Behavior and Teacher Morale 
PAL High-Achieving Principal 















The following PAL results were obtained from the 
average- -achieving leadership evaluation competency chart: 
TABLE 5 
Leadership Behavior and Teacher Morale 
PAL Average-Achieving Principal 












VIII. ♦ ♦■«"«"le**********-»*-»"»-»***-»*********-»*-» 
IX. ##♦**###*###*###*####***##***#**###♦*####* 
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The following t-test results were obtained from the 
above PAL data. Using the pre-established results of the 
PAL instrument, the null hypothesis was rejected. 
TABLE 6 
LEADERSHIP BEHAVIOR AND TEACHER MORALE 
T TEST FOR INDEPENDENT SAMPLE 
VARIANCES EQUAL 
HIGH-ACHIEVING AVERAGE-ACHIEVING T Dl 
N 9 9 
MEAN 76.667 85.000 -2.294 16 
S.D. 9.682 5.000 
PROBABILITY = .017 (ONE-TAIL) 
PROBABILITY = .034 (TWO-TAIL) 
Summary 
The focus of this chapter was to present the 
statistical analysis of the data with respect to leadership 
behavior and teacher morale. The DISC findings presented in 
this study indicated that there is no significant difference 
between the leadership behavior of high-achieving and 
average-achieving schools in their perception of leadership 
behavior of principals and teacher morale. 
Using the pre-established results from the PAL 
instrument, the null hypothesis was rejected. Therefore, 
the researcher concludes that the difference between the 
sample means reflect a true difference between population . 
The level of confidence upon which the two instruments were 




The major objective of this study was to determine 
whether there was a significant difference between high- 
achieving and average-achieving schools in their perception 
of leadership behavior of the principals and teacher morale. 
Thus, the researcher sought to determine the degree of 
leadership behavior and teacher morale in each school, in 
order to test the hypotheses formulated for the study. The 
t-test revealed that there was no significant difference 
between the two schools perceptions of the leadership 
behavior of the principals and teacher morale using the 
DISC. 
The results from the DISC revealed that the teachers' 
perceptions of the principals leadership behavior were 
relatively high in high-achieving and average-achieving 
schools. Teacher morale was also found to be substantially 
high in the two schools. Therefore, it is concluded that 
the perceived leadership behavior of the principal is not 
significantly related to teacher morale in these two 
surveys. 
However, the null hypothesis was rejected using the 
pre-established data results from the PAL instrument. Since 
the probability for the PAL instrument is greater than .05, 
the researcher concludes that the difference between the 
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means could be due to sampling errors. 
Conclusions 
The conclusions -found in this study supports the 
research finding of most researchers (Kim, 1986; Beattie, 
1987). The review of related literature and empirical 
research indicated that the type of leadership behavior 
found within individual schools was the most significant 
factor related to the level of teacher morale. 
Recommendations 
It is recommended that further research studies be 
conducted in the area of teacher morale and the perceived 
leadership behavior of the principals using a different 
instrument, and a larger or different geographical sample. 
The researcher feels that the above recommendations, if 
implemented, will help broaden the pathways and enhance the 
educational literature needed for the development of 





Leadership Behavior and Teacher Morale 
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Leadership Behavior and Teacher Morale 
Average Achieving School 
Respondent 
I tern 1 9 10 11 12 13 14 15 16 22 26 27 28 29 30 32 34 35 
1 3 4 3 4 3 3 3 4 4 4 4 4 4 3 4 3 4 3 
O 
x- 2 4 3 3 3 3 3 4 4 3 3 4 4 2 2 3 3 3 
3 i 3 3 3 3 3 4 4 4 3 4 3 4 2 4 3 2 2 
4 3 4 3 3 3 3 2 3 4 3 4 3 4 3 4 3 3 2 
5 3 4 O X. 4 3 4 3 4 4 4 4 4 4 4 3 3 3 3 
6 4 4 3 4 3 3 2 4 4 4 4 4 4 3 4 3 3 2 
7 3 4 3 3 D X. 4 3 4 3 3 4 3 4 3 3 3 3 3 
8 3 3 3 4 4 4 3 3 4 3 4 4 4 3 4 3 2 3 
9 3 3 3 3 3 4 4 4 4 4 3 3 4 3 3 3 3 4 
10 3 4 3 4 3 3 3 4 4 3 4 3 4 3 4 3 2 3 
1 1 3 4 3 4 3 3 3 4 4 3 4 3 3 4 4 3 2 3 
12 2 4 3 4 3 3 3 4 4 3 3 3 4 3 4 3 2 3 
13 4 4 4 4 2 3 2 4 4 4 4 3 4 4 4 3 3 2 
14 3 3 2 4 2 3 3 3 3 3 3 3 3 3 2 3 2 2 
15 3 3 4 4 3 4 3 4 4 3 4 3 4 3 4 3 3 3 
16 3 3 3 3 3 3 3 4 4 3 2 3 3 3 2 3 2 3 
17 3 3 4 3 3 4 2 4 4 3 4 3 4 3 3 3 2 2 
18 4 3 4 3 4 3 3 4 4 3 3 ~r _> 3 4 4 3 2 2 
19 3 4 4 3 4 4 4 4 4 3 4 T o 3 3 4 4 2 2 
20 4 3 3 4 4 3 2 3 4 3 4 3 3 3 4 3 1 3 
21 4 3 4 4 4 3 3 3 4 3 4 .j 3 4 4 3 2 3 
22 3 3 3 3 4 3 3 4 4 3 3 3 3 3 3 3 1 3 
23 4 3 3 3 4 3 3 4 4 3 D 3 4 3 3 3 3 2 
24 3 3 4 4 4 3 3 4 4 3 4 3 4 3 3 3 3 2 
25 3 3 3 4 4 3 3 3 4 3 4 3 3 3 3 4 2 3 
26 3 3 4 3 3 3 3 3 4 3 3 3 4 4 3 4 3 3 
27 4 T 3 4 2 3 3 2 4 3 O 3 4 3 2 3 3 3 
28 3 3 3 3 3 4 2 2 4 3 3 4 4 3 2 3 4 3 
29 3 3 3 4 3 3 3 4 4 3 2 .ji 4 ~T 3 3 3 T o 
30 3 3 3 4 2 2 3 3 4 3 4 3 4 2 3 3 2 3 
31 4 3 3 4 3 3 3 4 4 3 2 fT 4 2 3 3 3 3 
32 4 3 3 4 2 3 3 3 4 3 4 -j 4 4 3 .j 3 3 
33 4 3 ~T 4 3 4 3 4 4 3 3 ~~T 4 r> j— 3 3 1 3 
34 4 4 4 3 4 4 3 4 4 3 2 3 ~r O 3 3 3 2 2 
35 4 3 4 4 4 4 4 4 4 3 4 3 .j» 3 4 4 4 3 
36 3 4 4 4 3 3 3 4 4 3 4 o 3 3 3 3 3 2 
37 .j 4 3 4 2 3 3 4 4 3 4 3 4 L> 3 3 3 2 
38 3 4 4 4 3 3 3 3 4 3 3 ~T ■J 4 3 3 3 2 3 
39 4 3 4 4 4 4 3 3 4 3 ~T 3 4 3 4 3 2 3 
40 3 3 3 3 2 3 3 3 4 3 4 3 4 3 2 3 3 3 
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TABLE 2 
Raw Data — Leadership Behaviors 
High Achieving School 
Respondent 

























4 4 4 
4 4 4 
3 3 2 
3 4 4 
3 4 3 
4 4 3 
4 4 3 
4 3 2 
4 2 1 
3 3 2 
3 3 3 
4 4 3 
3 3 3 
4 3 2 
4 3 3 
4 4 3 
3 3 2 
4 3 3 
4 4 3 
4 4 3 
4 4 3 
4 4 4 
3 4 4 
4 3 3 3 
4 4 3 3 
3 3 12 
4 3 3 3 
3 3 2 4 
4 4 2 3 
4 3 14 
4 3 14 
2 2 2 2 
3 3 3 2 
3 3 3 3 
2 4 4 3 
3 3 2 4 
3 2 2 3 
3 3 3 4 
4 3 3 4 
3 3 3 2 
3 3 3 3 
4 3 3 3 
3 3 3 3 
4 3 3 4 
4 3 3 4 



















































































3 3 4 
3 3 3 
2 4 3 
3 3 3 
3 3 3 
0 4 3 
3 3 3 
0 3 3 
2 4 3 
3 3 3 
3 4 3 
3 4 3 
3 3 3 
2 3 3 
2 3 3 
3 3 3 
0 4 3 
3 4 3 
3 4 3 
3 4 3 
3 4 3 
3 4 4 
3 4 3 
3 3 4 
4 2 4 
3 3 4 
4 2 3 
3 2 3 
4 3 3 
3 2 4 
4 2 4 
4 13 
4 2 4 
4 2 3 
4 3 3 
4 2 4 
4 2 4 
3 3 4 
4 3 4 
4 14 
3 3 4 
4 2 4 
4 3 4 
3 2 4 
3 2 4 
4 2 4 
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TABLE 2 
Raw Data — Leadership Behaviors 
Average Achieving School 
Respondent 
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TABLE 3 
Raw Data — Teacher Morale 
High Achieving School 
Respondent 
I tern 2 3 4 5 6 7 8 17 18 19 20 21 23 24 25 31 33 
1 4 4 4 4 O» 3 3 4 4 3 4 3 3 4 3 3 4 
3 3 3 3 0 O 2 4 3 2 2 3 0 3 3 3 2 4 
4 3 3 2 3 -r -j. 1 o X. 4 3 2 3 2 4 3 3 3 4 
5 4 4 4 4 4 3 3 4 3 3 4 3 4 4 4 3 4 
a 4 4 4 4 3 4 4 4 4 3 4 4 4 3 3 4 3 
7 3 4 4 4 3 3 3 4 3 3 4 3 3 3 4 2 3 
8 3 4 3 Ô 3 2 4 3 3 2 4 3 3 3 3 2 3 
9 4 4 3 4 4 2 3 4 3 2 3 0 4 3 4 3 3 
10 4 4 4 4 4 3 4 4 3 4 4 3 3 3 3 3 4 
11 4 4 4 3 4 3 3 4 3 3 3 3 3 3 3 2 4 
12 4 4 4 3 4 3 2 4 3 2 3 3 4 3 3 2 4 
13 4 4 3 4 3 1 4 4 3 4 4 3 3 3 3 2 4 
14 3 —y •-> 3 3 2 2 3 3 2 2 1 2 3 3 3 3 3 
15 3 4 4 4 3 2 3 4 3 3 4 3 3 3 4 T O 3 
16 3 3 ~r -_> 2 3 2 2 o 2 3 3 3 3 3 2 2 3 
17 2 3 2 3 2 2 2 4 3 2 3 2 4 3 4 2 3 
18 3 3 3 3 2 1 .J> 3 3 3 .3 3 3 3 4 1 4 
19 4 3 2 4 3 1 4 4 2 3 3 0 3 3 4 2 4 
20 4 3 2 2 2 3 2 4 2 n 4 3 3 3 4 1 3 
21 4 3 3 T -_> 4 3 3 4 3 3 T o 3 3 3 4 2 3 
23 3 3 3 3 r> 3 3 4 3 "T 4 2 4 3 4 3 4 
24 4 3 2 3 2 2 3 3 3 ~r O 4 3 3 3 4 2 3 
25 3 2 O J£. D 2 2 O 2 2 O 4 i 3 3 4 1 3 
26 ~T -_> ~y 2 3 3 3 o JL. 3 3 3 3 3 3 4 2 4 
34 4 3 ~r o 3 3 3 3 4 2 2 2 3 4 3 3 3 4 
38 4 4 3 4 3 3 4 4 3 3 4 3 4 3 3 2 4 
39 4 4 4 4 3 3 4 4 3 3 4 ~r 4 4 3 2 4 
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TABLE 3 
Raw Data — Teacher Morale 
Average Achieving School 
Respondent 
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Please answer all questions on the Teacher Morale and 
Leadership Behavior Questionnaire. Confidentiality is 
assured. All results will be reported anonymously. Data 
collected will not be identified in any way with the 
individual participants or schools. Your participation is 
voluntary, but your support is greatly appreciated. 
The information is pertinent to my thesis study which 
is entitled: "A Comparitive Anaylsis Of The Perceiverd 
Leadership Behavior Of The Prinicipal And Teacher Morale In 
Two Secondary High Schools. 
APPENDIX B 
PROFILE] FOR ASSESSMENT OF LEADERSHIP 
Competency I — The Educational Leader Demonstrates Skill in Relating to 
Others. 
I-A Demonstrates behavior which promotes positive relationships. 
Descriptors 
1. Gives recognition and praise to staff, col¬ 
leagues, students, and members of the 
community. 
2. Demonstrates courtesy to staff, col¬ 
leagues, students, and members of the 
community. 
3. Demonstrates relevant personal knowl¬ 
edge and interest in staff and other asso¬ 
ciates. 
4. Demonstrates impartiality. 
I-B Respects opinions of others. 
I-C Demonstrates ability to manage conflicts. 
Key Points 





Behaviors 8-11 make up the accepted 
model for conflict management. 
Descriptors 
5. Listens to opinions of others. 
6. Discusses opinions different from his/her 
own. 
7. Acts on the basis of these opinions by 
giving them consideration in decision 
making. 
Descriptors 
8. Recognizes existence of conflict. 
9. Demonstrates sensitivity to the needs of 
those involved in conflict. 
10. Analyzes conflict. 
11. Develops a plan for resolution of conflict. 
I-D Maintains Integrity. 
Key Points 
The evaluator may assume that each be¬ 
havior (12-15) is present if there is an ab¬ 
sence of the opposite, negative behavior. 
Descriptors 
12. Is honest. 
13. Avoids public criticism of others. 
14 Uses discretion in managing personal m 
formation concerning others. 
15. Is dependable. 
Competency II — The Educational Leader Demonstrates Effective 
Communication Skills. 
Il-A Uses effective personal communication skills. 
Descriptors 
16. Writes correctly. 
17. Speaks correctly. 
18. Participates in and guides small group 
discussions. 
19. Presents ideas or information effectively 
to large groups. 
Il-B Organizes and implements an effective communication system. 
Key Points Descriptors 
20. e.g. Suggestion boxes, surveys, 
conferences, meetings, open-house, 
etc. 
20. Uses effective ways of obtaining facts 
and ideas. 
21. Identifies and uses the abilities of staff 
members with special communication 
and public relations skills. 
22. Provides the staff and/or professional as¬ 
sociates with the information needed to 
communicate accurately with others 
about school system programs. 
23. Maintains a regular method of communi¬ 
cating school and school system goals, 
activities, policies and regulations to 
staff, professional associates, students, 
parents, and the community. 
Il-C Demonstrates enthusiasm through verbal and nonverbal communication. 
Descriptors 
24. Has good attendance. 
25. Is prompt to work, appointments, and 
meetings. 
26. Maintains a positive attitude toward the 
educational process by making positive 
contributions to discussions. 
27. Fosters a positive attitude by example 
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Competency III — The Educational Leader Demonstrates Skill in Making 
Decisions. 
Ill-A Is willing to make decisions. 
■ Descriptors 
28. Makes decisions within an acceptable 
time. 
29. Distinguishes between the need for 
making a decision alone and the need for 
involving others in the process. 
30. Communicates decisions directly to 
those affected. 
31. Explains rationale for decisions to those 
affected. 
Ill-B Makes sound decisions. 
Key Points Descriptors 
Investigates accuracy of information 
upon which decisions are made. 
Makes every effort to ensure that deci¬ 
sions are fair and impartial to all affected. 
Examines all possible consequences of 
decisions before they are made. 
Re-examines decisions in light of new 
information. 
The evaluator may mark these on first- 32. 
hand observation of behaviors or evi¬ 





Competency IV — The Educational Leader Demonstrates Planning and 
Organizational Skills. 
IV-A Organizes materials and equipment or ensures that the administrator with this delegated 
authority organizes materials and equipment. 
Descriptors 
36. Has adequate supply of materials. 
37. Works with service center to ensure that 
equipment is in good repair. 
38. Has up-to-date materials and equipment. 
39. Establishes workable procedures for al¬ 
location of materials and equipment. 
IV-B Organizes and maintains facilities or ensures that the administrator with this delegated 
authority organizes and maintains facilities. 
Descriptors 
40. Maintains clean facilities. 
41 . Maintains orderly facilities. 
42. Maintains safe facilities. 
43. Properly allocates facilities within limita¬ 
tions of size and design. 
IV-C Plans events and organizes schedules to avoid unexpected interruptions of instruction/ 
work. 
Descriptors 
44 . Interrupts instruction/work time only for 
emergencies. 
45 . Schedules non-routine activities in ad¬ 
vance to allow for adjustments in routine 
activities 
46 . Involves staff in selecting or limiting non¬ 
routine activities. 
47 . Considers the needs of students, staff, 
and school/department when making 
routine schedules (lunch, breaks, duty 
assignments, master schedule, class 
schedule, etc.). 
IV-D Makes personnel assignments/reassignments which maximize strengths and minimize 
weaknesses of personnel involved. 
Descriptors 
48 • Considers the needs of the organization. 
49 . Considers the capabilities of personnel 
involved. 
50 Considers the distribution of work and 
equity in assignments. 
51 . Involves staff in assignments/reassign- 
ments. 51 
Competency V — The Educational Leader Demonstrates Skills in Supervision 
and Evaluation. 
V-A Follows a plan of supervision or ensures that the administrator with this delegated authority 
follows a plan of supervision. 
Key Points 
This indicator describes the formal evalu¬ 
ation process. This does not describe the 
informal observation of employees at 
work. 
Descriptors 
52. Holds pre-observation conference with 
staff member. 
53. Works with staff member in conference 
to write performance goals and objec¬ 
tives for staff member or reviews goals 
and objectives already set. 
54. Observes the staff member at work. 
55. Holds a timely post-observation confer¬ 
ence with staff member. 
V-B Provides support to staff members or ensures that the administrator with this delegated 
authority provides support to staff members. 
Descriptors 
56 Provides staff members with written 
assessment of performance 
57 . Develops written plan for improvement 
or enrichment of performance. 
58. Implements plan. 
9 ■ Has follow-up observation if improve¬ 
ment plan was developed. 
V-C Evaluates personnel or ensures that the administrator with this delegated authority eval 
uates personnel. 
Descriptors 
60 ■ Informs staff in advance of criteria to be 
used in evaluation. 
61 . Develops schedule for evaluation. 
62. Bases evaluation on firsthand information 
and observation. 
63. Shares rationale for evaluation with the 
person being evaluated. 
V-D Evaluates programs. 
Descriptors 
64. Establishes and reviews periodically 
goals and objectives for unit/school 
programs. 
65 • Communicates evaluation criteria for 
programs to all involved in the program. 
66. Collects data for evaluation. 
67 . Makes program decisions based on 
evaluation data. 52 
Competency VI — The Educational Leader Improves Professionally and Provides 
the Staff with Opportunities for Professional Improvement 
Vl-A The educational leader demonstrates professional improvement. 
Descriptors 
68. Shares materials and information from 
professional meetings with staff. 
69. Discusses readings and ideas from read¬ 
ings with staff or other associates. 
70 • Provides staff or other associates with re¬ 
search related to various job areas. 
Vl-B Encourages professional improvement for staff. 
Descriptors 
71. Encourages participation in job-related, 
professional meetings. 
72. Encourages participation in local and 
systemwide staff development. 
73. Provides staff with opportunity to discuss 
improvement or innovations based on 
research. 
74 . Aids staff members in implementing 
ideas. 
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Competency VII — The Educational Leader Demonstrates Skill in Protecting the 
Time on Task for the Teacher and the Student. 
Vll-A Communicates to staff that all decisions are based on protecting the time on task for the 
teacher and the student. 
Key Points 
Time on task - the time that is scheduled 
for the teacher to implement planned in¬ 
structional activities for the student. The 
educational leader should be committed to 
providing as much time on tasK for teacher 
and student as possible 
Descriptors 
75 . Initiates written communication reflecting 
the importance of protecting teacner and 
student time on task. 
76 Communicates the importance of pro¬ 
tecting time on task in formal meetings. 
77 Communicates the importance of Dro- 
tecting time on task in informal settings 
78 . Communicates to those atfected how de¬ 
cisions relate to the protection of time on 
task for teacher and student. 
Vll-B Monitors functions/duties of the staff to ensure consistency in protecting the time on 
task for the teacher and the student. 
Key Points 
Materials referred to in item 80 include 
work schedules for service center 
employees or for local school auxiliary 
staff; duty rosters: instructions; reports 
due; lesson plans. 
Descriptors 
79. Observes the staff at work to determine if 
they are making progress toward achiev¬ 
ing more time on task for teacher and 
student. 
80. Examines the materials generated by 
the staff to determine that more time on 
task has been given the teacher and 
student. 
81 Uses information from those receiving 
services to inform the staff of their pro¬ 
gress toward providing more time on 
task. 
82 . Provides opportunities for improvement 
for individuals who need instruction on 
achieving more time on task. 
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Competency VIII—The Educational Leader Has High Expectations 
of Staff Members and Students. 
VIII-AThe educational leader has high expectations ofithe staff. 
Key Points 
Work assignments refer to grade level, 
subject area, clubsponsorship, commit¬ 
tee, clerical, maintenance, and extra 
duty assignments for auxiliary and pro¬ 
fessional staff members. 
Descriptors 
83. The educational leader evidences high 
expectations of all through equitable 
work assignments. 
84 . The educational leader does not permit 
poor performances by staff members. 
85. The educational leader provides indi¬ 
vidual or group support for those staff 
members who need help in meeting 
performance expectations. 
86. The educational leader performs at as 
high a level as expected of the staff. 
7. The educational leader rewards staff 
members who meet high expectations. 
Vlll-B The educational leader ensures that staff members hold high expectations of 
students. 
Key Points 
Research addresses such strategies as 
wait time for student responses; 
success-oriented assignments; patterns 
for eliciting student response; praise for 
meeting specific expectations; etc. 
Descriptors 
88 The educa: onal leader communicates 
to the staf‘ the importance of holding 
high expectations of students. 
89. The educational leader presents 
research on teaching strategies that 
demonstrate high expectations of all 
students 
90. The educational leader observes 
teachers m the classroom to determine 
if "high-expectation" strategies are evi¬ 
dent regardless of students' gender, 
socioeconomic level, race, appearance, 
etc 
91 . The educational leader provides indi¬ 
vidual or group support for those 
teachers who do not demonstrate"high- 
expectation" strategies in their 
teaching 
92 The educational leader encourages 
teachers to reward 
students who meet expectations. 
IX—School Climate 
Respond to tee foOowtng hems only when you art ——ting tho principal of a school. 
93. I enjoy working In this school/department. 
94. I am proud of the work that is done by my peers in this school/department. 
95. My professional opinions are important to my peers. 
96. The professional opinions of my peers are important to me. 
97. My professional opinions are important to my principal. 
96. My principal's professional opinions are important to me. 
99- lam proud of the way our students represent this school. 
100. I am proud of the way our staff members represent this school. 
101. I am proud of the way our principal represents this school. 





TEACHER MORALE AND LEADERSHIP BEHAVIOR QUESTIONNAIRE 
Position in the school (circle one):  Teacher 
!  Counselor 
 Media Specialist 
DIRECTIONS: Read each item carefully and circle the resoonse that best 
describes your school setting based on your experiences. 
1 - NEVER 2 - SELDOM 3 - USUALLY <1 - ALWAYS 
1 2 3 4 1. The school's instructional goals and objectives 
are communicated to staff. 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
2. The school's instructional goals and objectives 
are communicated to parents. 
3. Professional personnel feel ownership in the 
school's mission and goals. 
4. Professional personnel have provided input in 
the school's mission and goals. 
5. The school's instructional goals and objectives 
are communicated to students. 
12 3 4 
12 3 4 
12 3 4 
6. School discipline policies and procedures are 
clearly stated. 
7. Professional personnel believe that all 
students in this scnool can master basic skills 
as a result of the instructional program. 
8. Students who do not master basic skills are 
remediated. 
9. Teachers are accountable for students mastering 
all basic skills in each subject area. 
10. High expectations for success are communicated 
to staff. 
12 3 4 11. igh expectations for success are communicated 
to students. 
12 3 4 
12 3 4 
12. High expectations for student success are 
communicated to parents. 
13. Professional personnel are actively encouraged 
to improve themselves professionally. 
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1 NEVER 2 - SELDOM 3 - USUALLY 4 - ALWAYS 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
12 3 4 
14. Teachers believe that a student's home 
background is not the primary factor that 
determines individual student achievement in 
the school. 
15. Expectations for professional personnel are 
consistent with the goals and objectives of 
the school. 
16. Students in the school are enthusiastic ana 
eager to learn. 
17. Professional personnel are actively involved 
in school decision-making processes. 
18. In the school, there is an atmosphere of 
mutual resoect among students, teachers, and 
leadership personnel. 
19. Opportunities for professional growth are 
provided for personnel. 
20. Staff accomplishments are recognized formally 
and informally. 
21. Student accomplishments are recognized 
formally and informally. 
22. Leadership personnel have effective 
interpersonal skills. 
23. Decis ions are made at the appropriate level in 
the school hierarcny. 
24. Professional personnel have positive feelings 
about their roles and responsibilities. 
25. Professional personnel have a sense of 
camaraderie. 
26. Students exhibit school spirit. 
27. The leadership personnel in the school are 
viewed as instructional leaders. 
28. The leadership personnel in the school make 
frequent formal and informal classroom 
observations. 
29. At the initiative of leadership personnel, the 
teachers in the scnool work together to 
coordinate the instructional program within 
and across grades. 
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1 - NEVER 2 - SELDOM 3 - USUALLY 4 - ALWAYS 
«/ 
12 3 4 30. The leadership personnel in the school lead 
formal discussions concerning instruction and 
student achievement. 
12 3 4 31. The teachers in the school consult leadership 
personnel about instructional concerns. 
12 3 4 32. Supervision is focused on instructional 
improvement. 
12 3 4 33. The leadership personnel in the school review 
ana interpret test results with and for the 
facu1ty. 
12 3 4 34. The leadership personnel in the school 
frequently communicate to individual teachers 
the teacher's responsibility in relation to 
student achievement. 
12 3 4 35. Materials and supplies needed for instruction 
are provided. 
12 3 4 36. Leadership personnel assume the responsibility 
of achieving school goals and objectives. 
12 3 4 37. Leadership personnel assume the responsibility 
for improvement in the school. 
12 3 4 38. Teachers provide all students the opportunity 
to answer questions and respond in class. 
12 3 4 39. Assignments are planned to provide students 
with opportunities for success. 
12 3 4 40. School leadership personnel closely monitor 
student progress. 
A revised version of the University of Georgia Bureau of Educational 
Services Diagnostic Inventory of School Climate. 
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THE TEACHER 
1. Number of years teaching . 
2. Number of years teaching in this school  





4. Sex  
5. Age Range:  20 to 30  30 to 40  50 to 65 
6. Race  
7. Marital Status  
8. Number of years working with this principal  
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